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Introduction 
 
Ted Johnston: My name is Ted Johnston and I am the President of Di-Tech International, Inc. My 
co-presenter is Tony Brunette. Tony is the President of Structure Scan, Inc. in Winnipeg, 
Canada. The topic of this roundtable is hiring practices within our industry. At first glance you might 
think that this is a pretty dry subject. As a group we are here to help each other understand the 
process in which we select our most valuable asset; our employees. The process of recruiting right 
through to hiring can be as simple or complicated as you want to make it. The process should 
always be results driven. The selection of new employees is one the most important decisions you 
will make on behalf of your company. This decision can have a positive or adverse effect on your 
company. The new employee will be one of your ambassadors to the outside world and will reflect 
your company's image in a positive or negative way. They will affect your profitability and influence 
the company culture. A bad hire is a costly venture. 
 
Without a focused process in recruiting to hiring, your chances of hiring the right person for your 
company is like rolling dice. You have less than a 50/50 chance of success. Although there is not a 
fool-proof way of guaranteeing a 100% successful hiring rate, you can increase your odds 
significantly by planning and setting out proper criteria through each of the stages of hiring. I am 
expecting to learn a great deal from this session and look forward to new innovative ways in which 
we can apply this information to our future hiring process.  
 
This part of it ties into what Russell and Erin of CSDA were talking about in their workshop. The 
"Social Media" is the latest tool in the recruitment of new employees. Seventy percent of companies 
surveyed in the past year have stated they use the social media for recruiting new hires. An 
additional 28% percent stated that they plan on using the social network in their future recruitment 
activities. The question is: what is the difference between an internet job board, such as 
monster.com or worktroplis.com, as compared to the social network? A typical job board will list ads 
for companies looking to hire and also list potential candidate profiles and resumes. The "Social 
Media" is where people come to interact with one another. They may include friends, family, 
business associates and organizations along with a variety of other connections. One of the most 
popular sites is Linkedin.com. This site is an interconnected network focused exclusively on 
experienced professionals. The numbers are staggering with 65 million professionals representing 
170 industries in 200 countries. This provides a vast selection of candidates to choose from. 
Facebook with more than 600 million Facebook clients provide an almost limitless opportunity to 
recruit new employees however this type of site requires a lot more work on the part of the recruiter. 
It also requires a real commitment to networking to find viable candidates that meet your needs. 
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A site like Twitter is also a good social media site that allows you to market your company for 
recruitment. Building your recruitment base requires time and effort. If you get enough users to 
follow your tweets, it will increase your profile as a person, boss and potential employer. On both 
Facebook and Twitter you are constantly networking and marketing and you may find a candidate 
that you would not have found through traditional methods. 
 
There are also a number of closed sites where you have to belong to a certain group to log in. These 
sites can be from a prestigious university such as Harvard, where only Harvard Alumni can enter the 
site. This type of closed networking has the benefit of a smaller candidate pool to choose from and 
requires a lot less effort on the part of the recruiter. These sites are now growing at such an alarming 
rate, that they expect to increase by 150,000 closed sites by the end of the year. This is something 
you can look at and narrow your search down. There are many courses available through webinars 
to help your organization develop a social media strategy for recruiting new hires. We will now look 
at the first group of five questions, so that we are going at a good rate. 
 
Question Batch 1 – What methods does your company use to recruit new 
employees? Does your company use the Internet as a tool for recruitment? If 
so, what has been your experience? If not, why not? Does your company use 
job boards on the Internet to recruit for job positions within your company? 
Does your company have a career opportunity link on your website? 
 
Paul DeAndrea (Table 1): Do we use a third-party recruiter? No we do not. We usually use the 
Internet. Some of our table still uses the newspaper, but our company has had great success with 
using the Internet. We bring our people in at an entry-level position and then try to move them up. So 
you are not looking for operators. Everybody at our table basically agreed that it is harder to hire an 
operator because you are either hiring somebody else’s problem or somebody that is looking for the 
grass to be greener on the other side of the fence. It is often best to try and bring in somebody at an 
entry level position, and we have had some really good luck with the Internet, but other people have 
had very little luck through the newspaper because of the unemployment rate in their areas.  
 
Patti Austin (Table 8): I am with Austin Enterprise. At our table, we seem to use every form of 
recruitment. I had one experience that I was telling them about. I went to my old-fashioned ways and 
used the newspaper, which also gave me a website on the Internet. We did not have a favorable 
response, and out of frustration I went and used Linkedin to contact all of my local professionals that 
I am in contact with, to see if they had anybody that we may be looking for. Then I went to Craigslist 
and the response was astronomical. We were able to fill the positions we were looking for. We had 
other people at the table that felt the best one was employer referrals, and they were getting the best 
people that way. We had some people with good responses from monster.com, some favorable and 
some unfavorable, and then someone brought up one that is called Helmets to Hard Hats. This is 
where they are taking the veterans that are coming out, so you will be able to go to your recruiters 
and pick up people there. Some other people said that they were receiving emails through their 
websites from people that were relocating. So they were finding that their web pages were good. We 
had two people that did post opportunities on their web pages and a few people that did not. I was 
one of those.  
 
Jim Dvoratchek (Table 2): The first one was word of mouth or the newspaper. The newspaper 
would also have an online posting, which seemed more successful. CSDA Website. Relationships 
with current employees. A site that is called Mlive in Michigan, where it is a conglomeration of 
several newspapers. Craigslist was used, as was Union Hall. Facebook is another one used for 
looking for operators. Working on the relationship that might be out there, or other operators that 
might pass it along without you having to contact directly. The second question was about using 
Internet tools. Again, Facebook or the CSDA Website. Media advertising. The third one was a 
question of if so, what has been you experience? We have had some limited experience with the 
online course with the newspapers. I had some success through CSDA. Actually I got a guy I hired 
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from Italy who was relocating to the United States. I was trying to get another guy from England who 
was trying to relocate here. He had Visa issues and could not get back here. We have picked up 
people from other parts of the country who have relocated to Chicago. Not that I understand why 
they would want to move to Chicago! Does your company use job boards on the Internet? It 
depends on what position online. Some positions, if you are looking for a professional, you might use 
Ladders, monster.com. If you are looking for an operator maybe the website, but for other positions it 
might not be the appropriate way. Last thing, about putting it on your website, there was some 
positive discussion about it. Some are close to doing it, but none of our table had. 
 
Greg Broom (Table 6): We have another account here. Listen to this. 
 
Russell Hitchen (Table 6): I work with CSDA. I was actually hired the same way as something that 
Patti touched on. I had been looking at various job sites and things like that, but I had already arrived 
in the U.S. Ultimately the job with O’Brien International came through Craigslist. There were actually 
quite a lot of job listings on there. It was not a site that I had heard of before arriving here, but my 
wife scoured the job listings for me and there was a job that required me to contact Cherryl O’Brien. 
The rest is history, as they say. 
 
Johnston: We are going to move on to the next group of questions. It is still within the recruitment 
end of things.  
 
Question Batch 2 – Has your company used a third party to recruit for you? If 
so, what has been your experience? If no, why not? How do you set the job 
requirements for the job, and ensure these are communicated throughout the 
entire recruitment and interview process? Have you been able to put a dollar 
figure to what it costs your company for the entire recruitment and selection 
process? 
 
Dvoratchek (Table 2): Does your company use a third party to recruit for you? Some have used 
third parties for personality testing, but not using them for recruiting. One actually got a job through a 
third party recruiting company, but also found word of mouth worked too. How do you set the job 
requirements and ensure these are communicated throughout the entire recruitment and selection 
process? Well, job descriptions, interview checklists, things of that nature. The other thing with that 
was fit for duty testing, different types of testing, drug testing, vision tests. This is to make sure you 
are not getting people with inherent problems they do not even know about. The last thing was that 
we were having a very in-depth conversation about the last question; the value and the costs. I have 
heard that you not only have to add the costs you pay the recruiter, things like that, but you have to 
factor in potentially 90 days, or whatever that time is, to do your assessment until you would 
potentially fire that person. Because that is part of your cost. If you make a mistake you have got 90 
days, so it is important to have in your recruitment a probation period and to not make it too long. 
Otherwise your cost grows. 
 
Dan Cowperthwait (Table 8): I am from Mount Holly, New Jersey—Atlantic Concrete Cutting. We 
had two members at the table that have used third party recruiters and say it was successful. Costly, 
very costly. I almost fell out of my chair when I heard how costly, but it worked. There was a number 
thrown out of $10,000. It can be a costly venture, but they felt it was worth it. How do you set the job 
requirements? This was interesting, because I had not heard of it being done before, but testing. Job 
testing for the position you are recruiting for. Indiana University set up a job test specific for the 
position, and the gentleman at our table felt it was worth it and successful. We had a conversation 
about the fact that the job requirements for an operator are looking for an individual who is 
mechanically inclined. The statement was made that you can take a mechanic and turn him into an 
operator, but you cannot take an operator and turn him into a mechanic. The best operators are 
those who have some mechanical ability. We talked a little bit about the probation period. Also 
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weekly progress reporting. The owners expect to see some improvement in the operator’s ability on 
a weekly basis. The owners have their foremen or superintendants report to them on that. One 
number that was kicked about was a 20% improvement per week. So I guess some of us were 
looking at a probation period using those numbers, assuming a five-week probation period. Then the 
dollar question. What we had, I think, was not so much the cost for the recruitment process, as much 
the value you lose if that person did not work out. The investment you put in to acclimating them into 
your company and to your policies, providing them with training, drug testing, all those things down 
the road. Six weeks later you have to bag it with the guy, that has cost you a lot. 
 
Johnston: That is pretty much what the question was meaning. Basically not how much it costs you 
for advertising or recruiting, but the whole thing like from when you recruit to when he/she is off 
probation. What dollar figure do we put on that? I do not know if there are many companies that 
know it, but I did hear a figure from one of the fellows over there. He said a figure and I thought “oh 
boy!” That will be an interesting conversation when that comes up.  
 
DeAndrea (Table 1): Nobody at the table has used a third party except for my company, and it was 
a horrible experience. We did it simply for internal. The external, we had had no success with that. It 
was very expensive and not very rewarding. How do you set the job requirements for the job? For 
us, we did not all talk about this, about the application process. We have two aptitude tests that we 
give our applicants. That helps us determine if they have any math skills and/or if they claim to have 
any operator skills. To see if they can answer simple questions like “what size hole do you need to 
drill for a half-inch anchor?” A drop-in anchor, to be specific. We talked about pre-hire drug testing. 
Actually, someone at our table does not do pre-hire drug testing, I was surprised to hear. We also 
talked about how that is becoming an issue now, because in Colorado medicinal use of marijuana is 
legal. That has been a grey area. We have had an applicant that came in and admitted to having a 
prescription for medicinal marijuana use. And we briefly talked about what the dollar figure was for 
the entire recruitment process. Ten years ago I did evaluate it, and from date of hire to six months of 
him getting into a truck, it was $60,000 for us. I think that is what you wanted to hear. 
 
Johnston: That is the number. I just thought you had to be kidding. 
 
DeAndrea (Table 1): And that was 10 years ago. So it is probably closer to $70,000 to $75,000 
now. 
 
Johnston: So that includes updating a truck and everything for them, right? 
 
DeAndrea (Table 1): Yes, that would be all of the safety training, all the supervisor training. The 
blade that he burns up. The core bit that he burns up. They all do it. Getting lost because they are 
not used to finding their way around town, and all that good stuff. 
 
Johnston: Just on the third party recruitment, we had a great experience with it. We have just hired 
a controller into the company and we went to an outside party that specialized in recruiting higher 
level management people and professionals. It is expensive. We paid one-third of that person’s 
salary, but if that person failed in the probation period they would recommend another person and 
that would not cost us anymore money. We just happened to hit the right guy, but we had a choice of 
five very experienced candidates that were really specific to the job. The experience has been great. 
The guy that we have fits the company like a glove. Tony will take over now and we are going to 
start the pre-interview and interview. 
 
Tony Brunette: Corporations and Institutions more often than not use the Social Media to conduct 
profile searches of applicants. Myspace, Facebook and Twitter, along with countless other social 
media sites, provide an abundance of information, pictures and comments made about or by your 
potential hire. Although some profiles are password protected or security protected, many are not, 
and this provides a potent tool when investigating your potential hire. This search is usually 
conducted before you interview your potential candidate. At first glance, this seems like a terrific tool 
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for culling the herd of applications you may have. However, there are a number of pitfalls. The least 
not being a legal pitfall. The rules of Equal Opportunity Employment still apply. If you go on a site 
and see that the person you are about to interview is pregnant, you cannot discriminate based on 
this fact. Race, sexual orientation and religious comments or affiliation along with age are protected 
under this act, so not hiring or interviewing because of these factors open you up to lawsuits. Drug 
use and criminal activity does not fall under these rules. The other pitfall is that false statements can 
be made about a potential hire by someone on the site that has an agenda against that person. So 
misinformation could eliminate a great hire. The person that will make the final decision on whether 
to hire an applicant or not, should never be the one doing the background search. This becomes a 
layer of legal protection. Choosing which applicants to interview is usually a fairly straight forward 
process. The applicants suitability to the job criteria can normally be judge by his/her resume. This is 
a very subjective approach. 
 
Assessing the applicant during the interview is a more precise process. There are a numbers of 
ways to determine suitability such as behavioral testing, mechanical aptitude testing, team playing 
assessments and many more. Many companies use a precise set of criteria pertaining to the 
required duties that allows them to differentiate strengths and weakness of the candidates. Criteria 
can consist of skills, communications, leadership, fitness, education plus many more. Each skill is 
weighted and given a value so the interviewer can come up with a final rating score. This system 
gives you another tool to help choose the best candidate.  
 
Question Batch 3 – How does your company prepare for the interviewing 
process? Does your company have the skills in-house to conduct the 
interview or does your company use external agencies for the entire 
interview process? How does your company handle the pre-screening 
process? Does your company use social network sites to pre-screen 
applicants (Facebook, MySpace)? Does your company do reference checks 
prior to interviewing the candidates? Or are reference checks done after the 
interview? 
 
Tom Dwyer (Table 1): I am with Di-Tech out of Winnipeg. We have had a number of items that 
came up as far as preparing an aptitude test and some general questions to ask people. We have 
done ours, and we have prepared a number of questions that we can get people to answer so that 
we know what it is we want to ask them before we go into the interview. Doing the weeding thing, as 
far as how we feel the people are answering the questions. We do all of our interviews in-house, as 
well as other people at the table who said that they do the same thing. Some have tried some 
external people but it has cost way too much money and they did not get the result they wanted out 
of it. Pre-screening? We did not really come up with an answer for the whole pre-screening thing. I 
guess if you get a 100 people that come in, you can kind of go through them and see what the 
people were doing at there previous jobs or whether they generally look like someone that you do 
not want to hire. Nobody has been using the social network as far as seeing if people are someone 
that they want to hire. Quite a few people are looking into doing that now. Signing up for Facebook 
pages and going on YouTube to see some of the silly things being done by people that are applying. 
It all seems to show up on YouTube or Facebook. People that I know are recruiters for the police 
force, and they tell me that this is the first place that they go. They go on Facebook and YouTube 
and see if the guy’s name comes up. He says that 35-40% of the applicants that apply for the police 
force are thrown out just off Facebook and YouTube, because they lie on their applications, saying 
they have not done this or that, and they throw them out. Most of the people here said that after the 
second interview they would do reference checks. They probably would not look at checking any 
personal references that people write down, but checking with the previous employers rather than 
their friends who are going to say they are the best thing since sliced bread. 
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Dvoratchek (Table 2): At our table, we schedule appointments, review job requirements. 
Candidates are reviewed to determine which of them will be interviewed. As for having skills in-
house or using external agencies, the answers are no and no! For the next question regarding the 
pre-screening process, we contact the Department of Correction, we check the stability of 
employment, character and abilities. As for social sites, people mentioned Googling the name, just to 
see what comes up. And a couple of people at our table do check references. 
 
Kara Louisell (Table 2): We have heard from people that you have to be cautious about reference 
checks, especially with calling previous employers. They may say great things about the employee 
for no other reason than because they do not want to keep paying them employment. 
 
Dvoratchek (Table 2): You can run background checks for criminal records, check their Driver’s 
License, Social Security card. You can also run it by Worker’s Comp, both from another state and in 
your state. What you are doing is, you get them to sign a form that gives you permission to run all of 
these background checks. If they do not do that, they do not get a job. That is pretty much what they 
are told. 
 
Johnston: We have a very extensive privacy act and everything has to be signed off.  
 
Dwyer (Table 1): As far as Canada goes, if you try to go and get the Driver’s License information 
you are told that you are not allowed to get that. As for Worker’s Compensation, we had a guy that 
applied and had hurt his wrist. They would not even tell us what the condition of that guy was or 
what exactly his injury was. 
 
Johnston: That is a large difference between private medicine and social medicine. We do not have 
the option of sending a guy that says he has a bad back to have him tested. We have to wait for his 
doctor to make arrangements with a specialist, and it could be three months before he even goes in. 
He could have been back to work in two weeks, but it could be three months before he goes in. We 
pay that penalty in compensation, so it is a huge deal. That is the difference, if you want to look at 
social medicine and private medicine. We will never go broke as an individual from having any kind 
of disease in Canada, but as a company you will pay very dearly to have anyone go on 
compensation. We do not pay the whole thing. Our rate is charged against us, so next year when we 
get our compensation that we have to pay for. Right now, the lowest rate we can get is 525 per 100 
and it can go up as high as 17 per 100. It all depends on what has been your experience. You have 
to be very careful about this kind of stuff. That is just a little difference between the Canadian and 
American system. It applies to every employee. 
 
Ron Culgin (Table 8): I am from Pro Cut in Waltham, Massachusetts. I do not have a lot to add, 
really. One guy at the table said that he went on the Internet and Googled interview questions. He 
came up with some really interesting questions that are clearly designed to get a person talking. You 
sense that you are not really concerned with what the answer is, but more about how they approach 
it. So some really interesting questions on there, designed to get them to talk. Before that, I would 
find that I would do all the talking, and at the end of the interview I am thinking that this person did 
not say 10 words because I did all the talking, which is fairly typical. Sometimes the company may 
not have the skills in-house but they do it anyway! Most of the people at the table are doing it in-
house. For a professional person you might use an agency and go outside. For clerical people or for 
operators it just seems like it is best done in-house. Most here have been doing background checks 
of one type or another. Doing them prior to the interview, and some of us are doing fit for work 
physicals. It did not sound like anyone was using social network sites, that I heard.  
 
Austin (Table 8): All I do when we get an applicant in, I go on Facebook and see if they have a 
page. It is amazing how many of them, just like was mentioned by Erin yesterday, how many of their 
privacy settings are totally open. You get to see everything about them, and it will tell me what their 
interests are, if they are social and if they drink a lot.  
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Dvoratchek (Table 2): Have you ever not hired somebody because of what you saw? 
 
Austin (Table 8): No I have not. So it goes with what you brought up; do not discriminate. 
 
Johnston: Just as a side note to this, we got tired of hiring for failure so we decided we were going 
to be a little more progressive in terms of trying to hire for success. We have got a pre-interview 
committee in our office and an interview committee. They meet and discuss before we even bring 
someone in to look at them. They take all of the applicants and they look at them, and they are 
looking for what that job description says we are looking for. They weigh that accordingly, and may 
say that this guy does not really fit our criteria. So we are weeding out automatically. Then they have 
an interview committee that meets before the guy goes in and decide what questions they are going 
to ask and who is going to ask them. What the relativity is between those questions, is to have 
someone trip them up a bit. Just to see how they are going to answer stuff. So we have just started it 
and we are in the middle of hiring right now, so I cannot tell you how successful it is going to be, but 
for us it is a proactive step because we have done it the old traditional way with one or two guys 
going in without set questions and just firing off what we think we need to know. This has not been 
working for us, because our success rate and retention rate is not very good. So that is something 
we have done. I am not sure if it is of interest to anyone. 
 
Brunette: I just wanted to talk a little bit more about the interview process before we move into the 
section about the offer. A couple of things we want to think about is, certainly, when do we recruit? 
Do we wait until we are desperate and we need to hire guys? Do we panic and realize we need to 
hire six guys, or are we always looking for new people? How does that affect your candidate pool? 
We are always looking for change here, that is why we are having these roundtables and 
discussions. There is more than one type of interview. Has anybody here ever heard of BDI? 
Behavior Descriptive Interviewing. There is a pretty big difference. Basically, we are all creatures of 
habit. The best description I can give you is that past behavior is the best predictor of future 
behavior. That is what this type of interviewing is based on. Statistics have proven that within a 
traditional interview, your likelihood of predicting that employee’s future behavior in your company is 
10% or less. If you do a BDI interview, your success rate of predicting their future behavior is 55%. It 
is all based on asking them the questions. You might ask somebody if they handle stressful 
situations. They may say, “oh yeah!” Most young people these days, they have jumped from job to 
job. They go on the Internet and they know what questions are typically asked, so they know how to 
give you the answers. Rather than asking that question, you may ask them to tell you about a 
stressful situation that they have had and they will tell you. Then you ask some probing questions to 
see if they are just blowing you off with an answer, or if it is something that actually happened. You 
may ask them to give you an example of how they handled this situation. They give you an example, 
so you may then ask to hear more. Ask what was their decision making process, or what they were 
thinking at that time when the customer was beating them with a water hose because they got water 
all over his geraniums, or whatever. What were you thinking? How did you handle the situation? 
What was your decision making process? You can make it as simple or as complex as you like, but 
it can be a very useful tool in your interviewing process. We are creatures of habit. You can ask Ted 
what he does every morning after he gets up. Where are you at 6:30am every morning, Ted? At 
Mountain Bean having a coffee, right? The premise again, as I said, is that past behavior is the best 
indicator of future behavior. When we interview people, we are trying to be Carmack the Magnificent. 
We are trying to predict how that person is going to act while he is working for us in the future. So it 
is another tool that we should be looking at. I just recently started looking at it when Ted asked me to 
do this. It is definitely something that I am going to pursue, because it allows us to get a feel for who 
that individual truly is, and how he is going to apply his skills and abilities on my job site. 
 
Question Batch 4 – How does your company set the criteria for evaluating 
and selecting the best candidate for the job? Do you use any specific method 
for ranking and rating each applicant? Does your company use any additional 
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testing methods to supplement the interview process? Under what 
circumstances will you do a second interview? 
 
DeAndrea (Table 1): We have had criteria set for us by a third party, but they often do not know 
what we know about cutting. They are not contractors or have any knowledge about what makes a 
good operator or any other type of employee in our industry, so some here find it better to set the 
criteria on their own. Generally we all felt that past experience is a big factor, but we also have 
people here that will test that person’s math skills before going any further. Depending on the 
position, some of us have held second interviews for more senior positions. 
 
Dvoratchek (Table 2): We had some very similar answers. Some at the table look for specific things 
when trying to find the right guy, whether it is for an operator or dispatch controller. Most of us had 
general criteria of experience, good health and appropriate drug and background checks. Testing for 
drugs something we all pretty much do too. 
 
Austin (Table 8): We found that most of our table screen or test for drugs during the hiring process. 
As for any criteria, we also look at driving history or record. This is usually a good indicator for if the 
guy is gong to be a liability behind the wheel for you. Other than that, we are in agreement with what 
has been said already. 
 
Brunette: We are going to talk about the job offer. Making a job offer is a critical step in the 
recruitment process. The job offer comes at the very end of the recruitment process and usually after 
the reference checks and criminal background check. In the age of Homeland Security, it is 
imperative to conduct criminal background checks. Most federal buildings will not let trades people 
on site without a drug test or a criminal background check. The job offer can be presented in a 
number of ways. In person, phone, email, fax or letter. Verbal offers should always be followed up 
with a formal written offer. 
 
The offer letter should provide but not be limited to the following information: The Title and position 
of the employee; a brief description of the job and any related duties; the start date and time, along 
with the contact information of the person he/she is to report to; a list of documentation required 
upon acceptance (drivers abstract, social insurance number and medical, etc.); a description of 
employee benefits, salary, bonuses, incentives Work hours plus required overtime if applicable and 
a probation duration, if applicable. 
 
Question Batch 5 – Does your company use physical suitability testing or 
drug testing as a condition to the offer of employment? Does you company 
use employment contracts? Does you company conduct criminal background 
checks? Does your company have a probation period for all new hires? Does 
your company have an employment policy manual? 
 
Dvoratchek (Table 2): The answers to your questions are: does you company use employment 
contracts? Yes. The answer to the third question was yes. Question 4, the answer was 90 days and 
the answer to Question 5 was yes also. 
 
Dwyer (Table 1): Physical stability, drug testing. Most of the companies do drug testing. Us in 
Canada, we do not. According to these people, we are silly! Does the company use employment 
contracts? No. We try and give them a description of what it is they are going to be doing, but not 
really an employment contract. Conduct criminal background checks? No, we do not, but a lot of the 
buildings and job sites we are going to now are sending us the forms that we have to send out for 
our guys. So theoretically they are all getting a background check in one way or another. Probation 
period? Three months. Company employment policy manual? Yes. 
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Pat Harris (Table 8): I am from Concrete Renovation, San Antonio, Texas. Our table pretty-much all 
use a physical fitness test, drug testing, all that good stuff. Employment contracts? I was the only 
one that had an employment contract with one employee that lived outside of the city I lived in. A 
contract sales person and operator that live in a different city, so I had a contract for that. Criminal 
background checks? Yes. Pretty-much the whole table. The local school districts require that we do 
background checks. Probationary period? We have probationary periods. Last year, when we were 
in San Diego for the CSDA Board meeting, we had an attorney say that you can get in trouble for 
defining a probationary period, because it could be construed as a contract for employment. So if 
you have a 60-day or 90-day probationary period, they can call that a contract of employment for 
that length of time. So think about that. In San Antonio, if I fire you, you are done. I am not paying 
you tomorrow. Does your company have an employment policy manual? I believe that all of us 
pretty-much have policy manuals in our companies. 
 
Johnston: So, conclusions. Explore different recruiting methods. Technology is just another tool to 
enhance your business decisions. The pre-interview and interview process requires time and plenty 
of preparation. Ask the right questions. Rank and rate the applicants to ensure the best candidate is 
selected. Reference checks are time consuming but need to be done. Make the offer and set the 
probation period. As Pat Harris said, there may be some legal problems with probation, but if you 
have it as part of your contract to say that you can dismiss at any time during the probation period, 
you are ok. You have to talk to a lawyer and make sure that if you are doing these kinds of things 
that you are covered. It should also be in your employment manual. Putting the time and effort in 
upfront will benefit the entire company. That concludes what we have. If any of you have questions 
that you want to ask the entire group, now is the time. We are not experts in anything other than our 
research and what we do in our own companies. 
 
Ron Van Zee (Table 2): I am from Diamond Concrete Sawing. If you are an “at will” state, you can 
do anything you want. You can tell someone that they are done tomorrow, without reason. Is that 
correct?  
 
Kristin Waters (Table 2): Yes, but that does not get you away from liability. You could say they are 
done, but if you told them that you have 90 days then that could be construed as a verbal contract. 
Just because you are an “at will” state, it still means that you could be liable for unemployment 
benefits and that kind of thing. It does not get you away from any liability.  
 
Johnston: Ok, so it seems there is a little bit of confusion over it, but I think everyone had their say.  
 
Matthew Finnigan (Table 1): I have a question. If somebody quits on you, what is your policy in 
terms of exit interview or how you pay them, or in what time frame? 
 
Kara Louisell (Table 2): When somebody leaves our employment, we have them send a 
resignation letter so that if they do come back to try and claim unemployment—if they have been 
fired from whatever job they were going to—we can present that to the unemployment agency and 
not be required to pay their unemployment. 
 
Johnston: So that becomes a quit and not a let go? 
 
Louisell (Table 2): Exactly. It is a termination. They left us and we had work for them. They left us 
and chose to leave. 
 
Dvoratchek: (Table 2): I have done separation agreements, where you pay them some money. 
They then will agree to several conditions; confidentiality, stating why they left, things like that. Also 
non-disparagement, where they will not say anything bad about the company or they will not go after 
the employees. It insures that you are not going to pay them severance pay and then they are also 
coming back with law suits. It basically says, do this and we are done. And as an “at will” state, you 
also need to put it in your handbook for your employees. You can make the statement that it is an “at 
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will” employment and things like that. If you put a probation period, as Kristin said, it can be implied 
that you are giving them 90 days unless you were to put something in there that says you can be let 
go earlier. Something I would talk to a human resources consultant about. 
 
John Serban (Table 8): I do not know if we are off the hook or not, but we have each employee sign 
a document for them to understand that they are hired “at will” and can be terminated without cause. 
Each person is issued an employee manual and they have to sign it before they are hired. 
 
DeAndrea (Table 1): One last thing. I guess we did talk about contracts, but we do have one 
contract that the employee will sign prior to starting work. We have what is called a “tool deposit.” 
We take $20 a week out of the person’s check until they have accumulated $400, and in that 
contract it does say that at the time when they voluntarily leave or are terminated we have up to 30 
days to do inventory to get the radio back, the keys back, uniforms back. If I fire that person, I will do 
that expediently and I will take care of that and get their $400 back to them if they turn in their 
uniforms when we do the inventory. If they voluntarily quit, I will take every bit of those 30 days 
because a lot of times they will not give you two weeks notice, they will just quit. Being a “right to 
work” state, we have that opportunity, but we do have a statement that says the employment is “at 
will” and we can terminate you at any time with no just cause. 
 
Trevor Kidd (Table 2): One quick thing. An instance that we have, is when an employee was 
basically on his way out, whether he liked it or not. He turned in his two-week notice and the 
supervisor told him that we did not need his services any longer and sent him on his way. We were 
then contacted later on to say that it had become a termination rather than a resignation, because he 
was not allowed to work out those last two weeks. So we were liable for all the unemployment from 
that point on.  
 
Waters (Table 2): Someone asked if he prevailed? Yes, he did prevail. So, because we told him that 
we did not need his two-week notice and we just wanted him to be gone, that became a termination 
and he was eligible for full unemployment benefits. The reason we did not keep him around the 
company was obviously because it would be detrimental to have him there as a bad apple. So the 
best-case scenario would be to just go ahead and pay him out his two weeks and be done.  
 
Louisell (Table 2): There was a mention earlier about the medicinal marijuana, and that some 
states have recently passed this use. Michigan is one of those states. We actually ran into an issue 
where an employee was caught in a random drug test. Through the course of the random drug test 
he told us that he had a medicinal marijuana card. We did end up letting him go. Legally, I did some 
research online, not through a lawyer or anything. It states right there in our company handbook that 
we have a substance abuse policy. Even though he did have it legally, we were still able to release 
that employee because of that reason. 
 
Austin (Table 8): We are also in a state that allows cannabis cards. Because we are in a safety-
sensitive industry, you can write it into your drug policy that you will not accept it because it is safety-
sensitive, and it is legal. 
 
Conner (Table 8): Did he make you aware of his medical card after the failed test, by the way? 
 
Louisell (Table 2): Yes, it was only after the test. 
 
Johnston: Thank you. I hope that this has been helpful. 
 
 
 

END 


